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Employees, one of the core elements of enterprise, have been seen as the most 
important internal customer since the exploration of internal marketing. Employees’ 
behaviors are vital to company. For example, their performance could influence the 
overall performance and high quite rate could decrease enterprise stability. What is 
related to behaviors is employees’ motivation which is influenced by external 
environment. While human resource practices, provided as services to employees, 
should have a great impact on employees’ motivation theoretically. 
Through document analysis, we reviewed the research development of human 
resource practices and proposed a point of our research. Based on regulatory-focus 
theory, we present a framework of discretionary and transactional human resource 
practices, approach motivation and avoidance motivation, quality of human resource 
quality and employee behaviors including in-role performance, OCB and quite 
intention. We introduced statistical method to verify the model. The data were 
collected from 312 employees in 53 companies in the coastal region in China. The 
results indicate that discretionary human resource practices have a positive impact on 
OCB and approach motivation have mediation effect between discretionary human 
resource and employee in-role performance, OCB and quite intention, yet the 
mediation role of avoidance motivation is not verified. On the other hand, 
effectiveness of human resource service moderated the relationship between 
discretionary human resource practices and approach motivation and the moderating 
effect of human resource service efficiency between transactional human resource 
practices and avoidance motivation. The findings are discussed with respect to the 
theoretical contributions and practical implications for human resource management.  
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这份报告显示，近年来中国企业的员工离职率在不断上升，从 2006 年的 14.2%
增长到 2012 年的 29.1%，直到 2013 年才有所缓解（如图 1）。与此同时，企业提
供的薪酬却在逐年上升（韬睿惠悦：2013 年全行业年度整体奖酬调研结果）[1]。


























































































表 1-1 人力资源实践对员工行为影响的相关研究结果 
学者 研究结果 
Rousseau et. al.（1994） 人力资源实践能提高员工的绩效 
Huselid（1995） 高绩效人力资源实践能够提高企业财务绩效，降低员工离职率，
提高生产率 
Wright et. al.（1997） 绩效评估和培训与工作技能相关，培训与冶炼厂的绩效负相关，
而只有在参与式系统下，员工选拔、评估和薪酬才与企业的财务
绩效显著相关  





Connie Zheng et al.（2010） 培训增加了企业员工的离职率。 
Cappelli & Newmark （2001） 人力资源实践提高了劳动率，但同时也大幅增加了企业的劳动力
成本 
Roberte E. Ployhart（2009） 服务导向的人力资源实践在一定时间内能促进组织效力，但随着
时间跨度的增加，这一效应逐渐减弱 





































效人力资源系统（High Performance System）、高参与型人力资源系统（High 
Involvement System）只是从社会交换理论、组织支持等角度，探索了人力资源
实践与员工行为之间的作用机制，并没有深入分析员工动机在这一过程中的作用。 
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